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® providing new experiences and the opportunity to meet with
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A::ALEE%SWARDS AND PRIZES: COMPETING AGAINST 7 both men and women that women are indeed capable of
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DISABLED WOMEN: COMPETING AGAINST THE IMAGE OF Thus, awards may play a critical role in a variety of ways to help
THE “IDEAL” WINNER. . ... oo .. B advance women. Although women have made some gains in this

FACULTY WOMEN: COMPETING FOR POSTDOCTORAL area, procedures for granting awards may still contain invisibie

Lﬁgﬁ‘gg:;%s:m;is """""""""""""""""" g barriers which hamper their full participation. Nominators may be
SELEc;rED LIST OF AREAS FOR FURTHER RESEARCH '''''''''''' i2 all male and less likely to nominate women, especially minority

SELECTED LIST OF RESOURCES .. ... ... .. U 12 women; materials may inadvertently discourage women from ap-
plying by referring to all potential candidates as ‘“he"; and
outreach may be limited so that few women are aware that they

INTRODUCTION are eligible to apply. These and other barriers are discussed in
detail latcr in this paper.
Each year across the country. colleges and universities give Today women are the new majority of students, and institu-
thcusands of prizes and awards based on merit to their students. tions need to evaluate their current awards and prizes procedures
These prizes and awards vary widely, from an award for the most to make certain women students (and faculty) participate fully
- outstanding or promising student in an academic area, to a and, as mandated by Title IX of the Education Amendments of
scholarship for foreign study or a feliowship for graduate work. 1972, are treated fairly in all steps of the awards process. An in-
Whatever its nature, such an award is often a “ticket to the stitution whose women students have won prizes and awards
future’ because the individuai who receives it is, in a sense, “an- benefits in the following manner:
nomnted’” as being uniquely competent in a particular field. ® 1t indicates a commitment to women students as individuals
3 But, prizes and awards ¢an do much more than mereiy confirm of exceptional ability in schoiarship, athletics, or other
a person’s talents: depending on the particular award. it may also areas.
help an tndividual in numerous ways, such as: ® it enhances the ability to recruit and retain women students.
e providing financial aid (many awards are monetary): (One undergraduate institution, for example, emphasizes in
® giving the awardee a competitive edge in applying for future its recruitment pubiicity that it has. graduated some
schooling and employment (for example, an applicant for a [women] Fulbright Scholars."? Moreover, women graduate
position as an attorney with a prestigious firm who can list students who have received fellowships have sigrificantly
“Rhodes Schoiar’ as a eredential on his or her resume may lower attrition rates than those who have nct, and many
have a definitive advantage over other candidates’). abservers attribute this as much to the institutional commit-
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ment and support such awards symbolize as to actual finan-
cial heip.%)

The increasing numbers of women undergraduates and of
women graduate students provide an expanded pool from which
institutions can select students who merit special honors: When
an off-campus award includes substantial monetary aid for tui-
tion and related expenses, the home institution benefits financial-
ly as well.

This report will provide guidance to help institutions ensure
women's full participation in campus-based and sponsored merit
awards and prizes programs™ by:

® explaining why such awards and prizes can be particularly

important for women undergraduate and graduate students
{and for women faculty),
® identifying overt and inadvertent barriers to women's full
participation in campus and sponsored awards programs in
areas such as:
¢ attitudes toward women as candidates and winners
s outreach for nominatiors and/or applications, including
promotional materials
s criteria
s nominating and judging {estabiishing equitable pro-
cedures and including women)
e applications
¢ |etters of recommendation
s interviews
® identifying special problems faced by women competing for:
¢ athletic awards and prizes
¢ prestigious sponsored fellowships
® identifying special problems encountered by:
s oider women
s minority women
* disabled women
e faculty women applying for postdoctoral awards and
grants
® analyzing the implications of various federal laws and
regulations as they apply to awards and prizes; ar ,

® providing detailed and pragmatic recommendations to en-
sure that awards procedures are fair and equnable for all
women On campus.

The large numiber of recommendations will enable mstltutlons
and sponsoring organizations to pursue those rmost appropriate
to their individual circumstances. Institutions may also find the
recommendations to be of use in evaluating grant and award pro-
grams. Many of the barriers which limit women's full participation
in merit awards programs also limit the participation of other non-
traditional students; therefore institutions are likely to find many
of the issues and recommendations discussed in this paper
helpful in increasing awards opportunities for many nontradi-
tional student groups.

TYPES OF AWARDS AND PRIZES**

Merit awards.and prizes differ in a host of ways, including the
content and nature of the award itself, who gives the award, and
the manner in which students become eligible to compete.
Typical awards, for example, may recognize the student with:

® the highest grade;

® the best reSearch project;

® the most outstanding original poem or story;

® the greatest academic promise in a given area,

® the greatest athletic achievement or potential; or

® the most promise for participation in foreign study.

Awards, prizes and merit-based scholarships or fellowships may
be given by:
institutions;
individual departments;
campus ciubs;
off-campus groups or. organizations such as local clubs or
national foundations; and
® bequests, wills or trusts, administered by institutions or off-
campus.
Generally, individuals become candidates for awards in one of
two ways:
® self-nomination (or direct application) in which a student
learns about and applies for the award;
® nomination by others, such as a former winner, a faculty
member, or a departmental or institutional committee (as is
the case for many prestigious programs sponsored by off-
campus organizations, as well as many awards that are
departmentally or institutionally based). However, in some
instances, awards are given automatically to a student who
meets a particular fixed criterion, such as havmgthe highest
grade point average. . .

?

DEVALUATION.-AND THE AWARDS PROCESS: WHY
BEING “A WINNER” CAN BE ESPECIALLY

" IMPORTANT FOR WOMEN

Women frequently lack self-confidence even when they earn
better grades than men.* Too often, they feel they are “not on a
par" with men or are “‘not taken seriously” either as students or
as future professionais. Indeed, the old saying that “a woman
must be twice as good to get half as far as a man’' still contains a
core of truth: women's competence and women’s achievements
have generally been undervalued by society at large, and in-
dividual women have often been judged primarily as if they were
members of a “deficient’ group.*

This sort of pre-judgement can easily skew an awards process
in a number of ways. On the one hand, women who have inter-
nalized society's attitudes may find it difficult to believe they are
likely to succeed, and may therefore hesitate to apply for awards,
even when they are eligible. On the other hand, nominators and
judges as well as others connected with awards programs may
have difficulty in seeing women as suitable candidates: two re-
cent studies, for example, found that male applicants for scholar-
ships were judged more intelligent and more likeable than their
female counterparts, and that male applicants for a study-abroad
program were favored over female applicants with identical
qualifications.*

indeed, because of the devalued perception of women as a
group, individual women often face more difficuity than individual
men being evaluated fairly—especially when the evaluators are
male’ and are asked to predict future performance or *'potential.”
However, when evaluators can rely on specific past performance
and there is less room for inference, women fare somewhat bet-«
ter. In several studies, for example, items such as scholarly ar-
ticles and paintings with a woman’s name attached were rated
lower than identical items ascribed to a man; however, when the
items supposedly done by a woman were presented as *“having
won awards' or with a status title ('Dr."”) attached,® then there
was little or no sex-based difference in the evaluation.

Thus, for a woman student, winning a merit award can be a
“certification of individual competence” which puts her more
nearly on a par with men not only in her own eyes, but in the eyes
of current classmates and faculty, as well as future

*As discussed in this report, a sponsored or off-campus award 1s one given by an off-campus organization, such as a national foundation (e.g., the Woodrow
Wiison National Feliowship Foundation) or a local group (e.g., the Rotary). Often, the institution or department nominates candidates, but the sponsoring
organmzation selects the final winners. {In some instances, the institution may merely publicize the availability of such awards.) On-campus awards are those for

which the insti‘ution itselt administers programs and selects the final winners.
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For purposes of this paper, the terms “awards” and “prizes” are used interchangeably.
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evaluators——su9h as graduate school admissions committees
and potential employers, Moreover, winning an award’ can
sometimes be of special help in providing entree into a network of
scholars and other professionals (such as current and past win-
ners, faculty and sponsors)—the sort of network that is often dif-
ficuit for women to enter.
Barriers to women's full participation in merit awards and
prizes programs fall into two related categories:
® attitudinal barriers on the part of nominators, judges, and(in
some instances) women themselves; and
® procedural barriers in areas such as outreach, criteria, let-
ters of recommendation, interviewing, etc.. which—often in-
advertently—disproportionately exclude women students
as competitors or winners. and exclude women as
nomirators oOr judges.

ATTITUDINAL BARRIERS: COMPETING AGAINST
THE IMAGE OF THE “IDEAL FELLOW”

Male faculty are often more likely to encourage students of
tneir own sex and to some degree, perceive women students as
iess capable, and protessionally committed than men.* These
perceptions are often heightened if the female student is married,
has children* andior is enrolled on a part-time basis—as is the
case for many women returning to school, as well as for many
students from special population groups. Despite the fact that
many of these students do as well as or better than other
students, many male professors may hesitate to invest time and
energy in them.

The problems women face in competition for awards in general
are often magnified ir: the case of prestigious awards. Many of
the most prestigious merit pnzes, including scholarships,
feliowships, and grants for postdoctoral work, are sponsored by
organizations outside the campus, such as private foundations
and government agencies. The first extensive survey on women in
feliowship programs, published by the Project on the Status and
Education of Women in 1973, found that over 95 percent of the
winners of the most prestigious compatitions were men; further,
men received 80 percent of the awards in ali the programs
surveyed.'® Aithough the situation has improved since then, men
still predominate to a large degree in many of these programs.

“At the crux of the problem,” according to a report by the
Women's Equity Action League, “is the image of the 'ideal fetlow’
which. despite administrators’ denials, prevails in almost every
program. Ask them what constitutes the perfect candidate and
generally you will hear a description of a male ... """ The report
cantinues. "'In talking wiith some fellowship administrators it was
discovered that they found many ‘probiems’ with women that they
did not find with men”” concerning women's professional commit-
ment it they were married or had children. fears that if a woman
were divorced she was ‘'unstabie” cr if single wouid either have a
“destabhizing influence' on men in the program or “quit and get
married. ''? Moreover, deans and others have sometimes express-
ed the view that while institutional financial aid (including some
on-campus merit awards) might be offered to women and
minonties as mandated by federal law. the more prestigious na-
tionsl ewards and prizes should be reserved for “clear
winners’ —that 1s, as in the past, for men."?

Additionally, many senior professors—those who are most
often cailed on to make nominations and write letters of recom-
mendations for awards—may be uncomfortable working closely
with women who wish to enter or to advance in the professor's
own field because they may have difficulty seeing women as
potential colleagues. The “‘male climate” frequently increases at
the graduate and professional school level, where male pro-
fessors are even more predominant, and the proportion of women
students often smaller. One graduate school dean writes that
male professors may often *“nominate male students for

fellowships or other coveted awards without realizing that female
students are equally committed to their research.” Many women
students—undergraduates and graduates alike—often report be-
ing “neglected” or “overiooked,” particularly in the less formal
aspects of student-teacher interaction. Women undergraduates
are still less fikely than men to be chosen as $tudent assistants,"
and women graduate assistants less likely to be given full respon-
sibility for courses or leeway to pursue their own research.™

Thus, the doubts that professors may have about women
students’ commitment to career and/or research, coupled with
the probability that many professors do not have the same kind:of
out-of-class working relationship with women as with men
students, increase the likelihood that many professors may in-
advertently overlook women when they think of students to
nominate for awards and prizes, or when they directly encourage
particuiar students to apply.

PROCEDURAL BARRIERS

OUTREACH: LETTING POTENTIAL CANDIDATES
KNOW ABOUT AWARDS PROGRAMS

Sometimes women students are unaware that a particular
awards program exists or that they are eligible to compete. Other
times they may know of a program but be discouraged from apply-
ing because they do not believe women are likely to be treated
fairly. For example,

® information may be primarily digseminated by an informal

network of senior faculty, former winners, etc., from which
women may inadvertently be excluded;

® language in awards announcements, brochures and official

statements may exclude and/or discourage women—as, for
example, when the candidate is consistently referred to as
“he,” or the goals of the program are stated in generically
masculine terms, such as understanding “man’s individual
and collective history” and “the working processes of his
thought and inner self’’; and

® pictures in awards announcements and brochures may also

exclude women—especially women from minority and other
special population groups, such as older women and han-
dicapped women.

REACHING WOMEN APPLICANTS: WHAT THE INSTITUTION CAN DO

® Ensura that there are campus-wide proceduras for announcing all
swards competitions, such as publication in campus newsletters,
posting on bulletin boards, and disseminating notices in student mail
boxes. .

® Ensure that announcamants are publicized where woman are {lkaly to
see them, such as in woman's dormitorias, the women’s canter, cam-
pus woman's newslattars, atc., and that faculty who work closaly with
woman studants (such as women’s studlas coordinstora) are notifled.

® Publish a guida to campus and off-campus swards. The Harvard
University Office of Career Service and Off Campus Learning
publishes The Harvard Guide to Grants for Harvard-Radcliffe students.
The Guide contains information about the major nationsi and universi-
ty fellowships sdministered by that office, as well as other sources of
grants and losns. Additionally, the Guide inciudes guidetines for
writing apptications and information about on-campus and other ad-
visory resources available to students. (For ordering information, see
“Selected List of Resources,” p. 12.) .

@ Includa In all awards anncuncaments and othar publicity the state-
mant that woman and minoritias ara ancouragad to apply.

® Daviss @ checkilst for language and pictures In awarde an-
nouncaments to ansure that thay do not axclude woman. For example,
the potential candidate should be referred to as “he or she,” “the ap-
plicant,” etc. and the goals of the program should be expressed in
simifarly inciusive language such as “understanding our individual
and collective history and the working processes of human thought.”

Q
E lCn contrast, marmage and chiidren ars likely to be an advantage for male students who may then ba viewed as more “matare” and “stable.”
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® Designate » senior faculty membar or desn to be reaponaible for
monitoring the language of awards announcemanta on an institution-
wide baasla. (Often, the language used is determined by department
chairs and varies greatly from one department to another. Chairs of
departments in which few women have traditionally majored may be
especiaily likely to use the “generic he"—thus further discouraging
women from applying.)

® Sponaor s meating at the woman’a centar or other appropriata place in
the aarly fall of saach yaasr to discuse campua-besed and sponsored
awards programe with woman atudenta. Invite previous women win-
ners (students, facultﬁhd alumnae) to attend.

® Where approprists, have the fallowahip offica or a faculty committee
raviaw tha recorde of studanta to detarmina those aligibte to compats
for apecific awarda. Motify each student of his or her eligibility.
(Boston University's Office of Fellowships and Scholarships and
Earlham College's (IN) Graduate Feilowship Commitiee do this for
certain types of awards.)

® Send announcamenta for ail awarde to residence hali adviaora for
poating, and prapare residsnt advisora to offar guidanca on whare
atudenta cen gat additional Information.

® Encourage ataff of tha carear planning offica to inform atudenta about
avaliable awarde and prizes as wall as how to pian and compata for
tham. .

® Enaure that announcamenta for all dapartmantal awarda ere pro-
minantly poatad In departmant officaa.

® Publicize tha achiasvamenta of woman winnars on your campuas
through an awarda dinnar, an awarda day, @ apecial paga In ths cam-
pua newapaper, stc. (Michigan State University, for example, has a
Women Achievers Program for women students, faculty and staff who
have attained special honors or achievements. Nominees and a brief
description of their recent achievements are publicized in The
Michigan State University Woman, and a reception is heid at the end
of the academic year.)

® Inciude on all application forms tha Quaation, ‘‘How did you find out
about this awarda program?” Responses may indicate differences in
the ways women and men tend to find out about awards opportunities,
and will help guide efforts to ensure that information about awards
reaches women students.

AWARDS CRITERIA: HOW THEY MAY HAVE
A DIFFERENTIAL IMPACT ON WOMEN

Certain fixed criteria for awards and prizes which are seemingly
fair may nonethaless have a disproportionate impact on women
students. Most awards programs, for instance, specify that only
full-time students are eligible to compete. Women, however, are
more likely than men to attend school on a part-time basis; thus,
they are more likely to be excluded from competition—even for
departmental prizes.

In addition to fixed criteria, ‘‘intermediate’ criteria may also
limit women's participation in the awards process. For example,
commitment to earning a degree in a certain subject might be a
legitimate criterion for a particular award. Because commitment
cannot be measured directly, it might be assessed by in-
termediate criteria such as futi-time enroliment and uninterrupted
study. Ostensibly, these criteria are “'sex-neutral.” Yet these and
similar intermediate criteria (such as marital status when used to
measure commitment) may in effect impede the fair evaluation of
women.

The interpretation of intermediate criteria is often subjective in
nature. Additionally, some criteria are by definition subjective. In
the absence of specific and concrete information to document an
individual's prior achievement and potential, or in circumstances
where criteria are ambjguous, evaluators are even more likely to
downgrade individual women as compared to individual mep.'”
Problems in weighing intermediate and/or subjective criteria are
especially likely when there are no.guidelines to help nominators
and/or judges define them. Moreover, many criteria involving sub-
jective elements have been established in terms of traditionally
“masculine’ activities and norms.

Commonly used criteria that may make women ineligible —or
interfere with the evaluation of women-—include those such as
tha following:

above. Some women's groups have questioned whether this
and similar criteria may constitute a violation of Title IX if
they disproportionately exclude women.)

® age limits. Many awards programs specify that a candidate
must be in a certain age range (e.g., 18-22) or not above a cer-
tain age. Women students who have returned to college
after raising their families are therefore more likely than men
to be excluded because of age. (The imposition of absolute
age limits may constitute a violation of the Age Discrimina-
tion Act of 1975. See page 9 tar further discussion.)

@ time of graduation (e.g., June only). Some awards are given
annually and restricted to those who graduate in June.
However, women attending schoof en a part-time basis or
those whose education has been interrupted are more likely
to be “‘off-schedule’ and to complete their year's work or
earn their degree in January or August.

® marital and perental status. (See also discussion, p. 3.
Some awards are restricted to unmarried students and many
women students—especially returning women—are directly
axciuded. (Such awards may be in violation of Title IX. See
page 10 for further discussion.) Moreover, women students
with children may be less likely to be considered for an
award than other women students--or than men students
who have families.

® “well-roundedness.” This has often been measured in part
by participation in athletics and outdoor activities where
women have had limited opportunities.

o “leadsrship ability.” Evaluators often rate leadership abiiity
as demonstrated by holding top positions in student govern-
ment and other campus organizations--areas where women
rarely obtain the top post unless the organization is limited
to women only;

® “good character.” This criterion is often not defined;
however, some awards competitions do attempt to offer
guidelines. These may range from qualities usually
associated with men, such as ‘“‘courage’ and “qualities of
manhood*''* to more neutral definitions like **more than
usual openness to new ideas and a sensitivity to. . . fellow
human beings."' Additionally, *‘good character” is often
defined in relation to social and sexual mores which have
been applied differently to men and to women. For example,
lack of neatness in dress or a "‘loud” manner may be seen as
a sign of questionable character in a woman, but not in a
man.

STRATEGIES FOR ENSURING EQUITABLE CRITERIA

® Evaluste the axclusion of part-time atudenta to datarmine whether
women are diaproportionataly affected. Change eligibility re-
quirements or set up comparable awards for students enrolled on a
part-time basis.

® Usa clasa yaer (8.g., junior, senlor, first yaar graduate atudent) rather
than age to determina eligibliity.

©® Deviss an awards calendar which incorporates January and Auguat
graduatae (or atudenta who changa clasa years at those timea) Into
givan academic yasr for purposes of awarda and prizes competitions.

® Evaluata awarda which limit aligibllity to unmarried atudents to detar-
mina whather women are disproportionately affectad.

® Examine awards criteria to detarmine which onea directly mesasurs
particular tralta and personal qualities and which ones measura them
only Indirectly.

® Daveiop and dlsasminata a policy prohibiting the use of marital stetus
as & “hidden criterion.” Distribute the policy with explanatory
materials to nominators and judges in all campus-based programs.

® Dafine critaria themsaives aa cleariy as possible, and identity the
underiying personal qualities they ara deaigned to mesaura.

® Davelop writtan guidalinea with altarnative waya for avsiuating such

qualitiss as “‘wall-roundedness,” “‘good character” and “lsadership

ability” in waya that do not Inadvertantly diacriminate againet woman.

For exampie, good character and we!t-ro'undednes.'.' might both be

evidenced In volunteer community service, whiie leadership and com-

mitment might be shown in initiating a campus newsletter, setting up

a support group, etc.

\
E T -® rastriction of aligibility to full-time students. (See discussion
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® Whaere possit's, develop materiais for nominators and judges describ-
ing how sex and race bias might Inadvertentiy afiect the awards pro-
gram.

® Keep data on applicants and reciplanis by sex and race. {tf no format
recosds nave besn kem far departmental prize winners, use sources
sulh &S the commentaement program to compile past data)

NOMINATING AND JUDGING: ESTABLISHING EQUITABLE
PROCEDURES AND INCLUDING WOMEN
AS PART OF THE PROCESS

Aapards compattions which require neminaticon by a facuity
camber. iedn of Sther shonser can preseit special problems for
Aomen 3tudents 10 some instances, women may be inadvertently
ex uded ahen nomimations are offered without any established
Crocedures Forexampia, in the case of departmental awards and
crizes, the nomnation procedure may be so informat that it is
Fardly a procedare at all faculty members and department chairs
1y aimply pot fortto tne aames of those students they know weli,
autside of class. or chosen as proteges. Par-
1, where women have traditionally been under-
S athoas stuients and as faculty eligible women may
Ler aasity e Lok Moreayer the way in which nominators and
; 5 drs Shogen may isdad tooan all-male committee, such as
composed of the heads of scence departments or sentor
f~ Glty, Tre raigtye jack of women in semor facuity. upper ad-
mirastrative or simpar positions to serve as nornators and
udges may a4iso decrease women students' chances for being
sminated and saiectard Wornen facuity may be more likely than
rrale pears Ly vidw otner women as truly motivated to enter
fass.on since the fema'e (facully memben is herself highly
sectivated o her araer 3 Waornen faculty are also hikely to have
mere cut-of ciagss contact w.th both women and men students ™

and thus tu De paricularly aware Jf those women whose Current
~ork and professionai potentiat are exceptional.

ive WhTeed w!

ESTABLISHING NOMINATING AND JUDGING PROCEDURES:
INSTITUTIONAL STRATEGIES

@ Ensure that there ars astablished procadures for nominating can-
didates to be considerad for dapartmental awards anchprizes. (For ex-
ample, have facuity tist ail students who meet minimum eligibility re-
quiremments before initial nominations are made.)

& Have faculty devise 8 “checklist"’ of criteria to help them rate potential
candidetas Putting criteria in wriling may heip identify discriminatory
criteria that are not really relevant to the specific award, and may aiso
heip faculty sort out objective from subjective factors in appraising
students. (See aiso page 4)

® Ensure that written materials soliciting faculty nominations for
awards and prizes usas language that does not exciude women—e.g..
“A senior demonstrating excellance in the use of the English
anguage 'n all aspects of his or her college courses ... " “His or her”
rather than “his” serves to remind nominators that they are asked to
consider women as well as men. )

® When seeking nominations, include a statemant that nominators are
encouraged to consider women, including minority women and
women from other special population groups. Such a statement heips
keep nominators trom overlooking tatented women from these groups

® When seeking nominations for institution-wide prizes and awa:ds,
contsct persons and offices on campus likely to know eligibie women,
ineiuding minority women and women from other special populstions,
such as staff of women's programs, minority programs, et

HOW TO INCLUDE MORE WOMEN AS NOMINATORS AND JUDGES

@ Evaluate criteria for eligibility to serve as a nominator or judge to
determine whether they disproportionstely exclude women. Critena
which may have this effect include but are not limited to;

* the requirement that nominatorsijudges be tenured or senior facuity
o the requiremant that nominators/judges be former winnars of the
particutar rompatition

® Establish In writing set terms of office for nominators/judges In order

Q to open awards procedures to mora faculty membaers.

E lC' in departments where thers are few or no women faculty, consider

“borrowing" @ woman from outside the institution who has expertise
In the award area, or @ woman fsculty member from a related
diacipline (e.g., if the Physics Department has no women faculty, &
woman from a related field might be invited to heip rate candidates).
Alternatively, establish a campus-wide committee to help evaluste
potential nominees. o

APPLICATION PROCEDURES

Women may aiso have difficulty getting informal help in prepar-
ing application matenals especially when faculty or former win-
ners are primarily men, since they are often the best source of in-
formation about how a program operates and what interviewers,
judges and others are looking for. However, the institution can
take many steps to facilitate the exchange of this information.

PROVIDING GUIDANCE FOR WOMEN APPLICANTS: HOW THE -
INSTITUTION CAN HELP

® Publish @ guide or brochurs that addresses dqueationa women
studenta—and women faculty—may have about campus-based and
other awarda and prizes programa. (The-Nationai Institute of Menta!
Heaith, for example, has issued a brochure called *‘Questions Women
Most Often Ask About National Institute of Mental Health Research
Grants.”)

e Compile Information, reporte and letters from previoua winners in @
central location (such sa the library, fellowship, or departmentai of-
fice). and publicize their availabllity through women'a programs,
women's newaletters, etc. (Harvard University’s Office of Career Ser-
vice and Off Campus Leorntng compiles such moterials in its own
library.)

® Hoid group meetings Iin the womon a center, minority center, etc., to
diacusa genere! awards programs and speclfic awarda. Invite former
winners to be guest speakers. {If a general meeting is heid for all
students, make sure to publicize it through women's programs,
women's newsietters, etc.)

® Identify and list women and men students and facuity who have
formerly won particular awarda and prizes and are willing to act sa in-
formal advisors for women studenta (or for women facuity) who are
currentiy eligible for that program. Maintain the listin appropriate of-
fices, and dlstnbute it to women’s programs, minority centers,
residence hali advisors and others.

GETTING LETTERS OF RECOMMENDATION

Many frograms require letters of recommendation attesting to
an applicant’s or nominee's competence and personal qualities.
These letters are most valuable when they come from senior
faculty who know the apuhicant wel, who write long letters that
use “strong adjectives"? and emphasize the student's uni-
queness and originality.® Unfertunately, many women may be at
a disadvantage in obtaining such letters for reasons such as the
following:

® Since senior faculty at most institutions are male, women
may not be as likely as men students to know established
professors who are familiar with their work and who aiso
know them as individuals. Thus, womeéen may have more dif-
ficulty than men in approaching senior facuity to ask for let-
tere of recommendation—espeacially if they have had only
formal, in-class contact with their professors and/or sense
that therr professors have mited views of women's abilities
or commitmaent,

@ Professors of sach sex may tend to write strong letters for
candidates of their own sex.* Since men greatly outnumbes
women faculty in senior positions, women students may suf-
fer.

e The language used in letters of recommendation may ultfer
for men and for women, even when the referee intends to
dascribe the very same qualities or attributes. Women may
be described less impressively in regard to both academic
abilities and personal qualities (e.g., "bright” and "charm-
ing” for a woman, “'intelligent™ and “‘diplomatic” for a manj.

+-+ This problem may be exacerbated because words typically
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Lo o e rres women csunhoas charnming,” above)
aiready have iower »tatus than those used to describe men.®

® In some cases, as was common In the past, referees may
still comment more extensively about a woman's personail-
ty, appearance and social demeanor, anc. focus less on her
competence, achlevement and professionai potential, than
they would do for a maie applicant.

® Some faculty may stili hoid stereotvped preconceptions
such as that women as contrasted with men are “compe-
tant, good students” but “not brilliant or original.”™* This
may intertere with professers’ ability to perceive individual
women accurate v and B white strong ietters on their behait

HOW TO ENCOURAGE EQUITABLE LETTERS OF RECOMMENDATION

e Publicize the problems women msy fsce in getting ietters of recom-
mendation by rsising the issus with swsrds committes members and
iialson officers, by publishing asticies in the student newspaper, facutl-
ty bulletin, etc. invite student and faculty comment.

® Provide ail taculty with recommended guidelines for letters. Inciude
sample lattars, examples of * neutral” Janguage to describe parsona.
quantiaz, and a st of words to be avoided.

® Periodically compare lettars written for men and for woman, A
mamber af the awards committes ur a person in the fedowship otfice
maght lcok at letters with a focus on guestions such as the following
o are letters for men anger than -etters for women?

e are letters fo- man wntten in stronger larguage?

e gre tamily responsinilities mertioned in letters for women onfy?

w are rreievant personat chargutenstiss, such as attractiveness,
mentiones tor woman but not fue men”?

o Davelop a guide for students on how 1o seek letters of recommenda-
tion. (Harvar! L,‘nwe'-w' ‘nag such a guide waliea “How to Get a Goot
Lettar oF Reasemoran et 1 Distnbate the guide to @l students,
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hibiting effect of ail-male reveew, - oo 1 ° had to be inter-
viewed by an ali-ternaie pane. 1 e Lo Then robs. #® Addr-
tiznally, women may put thaimcries di a ailianuage by tatking
hesitantly and softly. or by disiaving ot teainres Of Twomen
speech’” which may give a talse imuressinn of uncertainty,
shyness. etc  On the other hand, If they speak assertively, they
may be criticized for being "aggrassive.”

Differences in men's and women's ~ stvle” may affect the
evaiuation of a female interviewee 1n cther ways as well. Awards
programs rightfully expect candidales to have a cledr idea of im-
mediate goals and ways in which a particular award will facilitate
them-—and women, hke men, shouid be prepared to address
thase issues However, in discussing long-range plans. women
may be more lLikely than men to express an interest in several
alternatives rathe~ tham-to have a career otan in lock-step for the
next ten years Additionally, women may express a desire to pur-
sue professional goals that are onented more toward performing
cartain functiong or using certain skills than to attaiming an
C‘Spectal‘y visible position (eg.. "I wart to gain hitigation ex-
perence’” rather than I want to be counsel for a large corpora:
ton' s ThuS, women's discussion of thair gogls may seem iess
cleac and the goals themseives “iower than those of men

EQUALIZING THE INTERVIEW PROCESS

® Where possible, ensure that interview paneis Include equai numbers
of 'women snd men.

® Ensure that interviswers sre awara of ways in which male "styies” In
spesking, ststement of gosis, atc. may skew the evalustion of a
femala interviewse.

® See toitthatinterviews are heid in s nautrsi setting—for exampte, the

Cftice of Fellowships, the Dean of Students’ Otffice, etc.

Conduct “mock interviews” for individusi women {(and men)

students—and for Interviewers—who rsquest this help. Several in.

stitution= now do so for students, oftery with members of the campus
awards commitiee acting as interviewers

® Tape “mock interviews" to iet studsnts haar themselvas responding
and to ald women students in overcoming problems with tone,
strength of voice, ete, Eartham College (1N} currently offers ail can-
didates this service through the Dean of Student Development’'s ot
fice,

® Msintain interview reports, including comments by interviewees, so
that all studants wili have access to thern. This system, curtently in ef-
fect tor sponsored programs at Harvard University's Office of Career
Fellowships and Off Campus Learning, can be especiaily heipfuf for
those women who may be iess experienced with interview procedures.

® Provide all interviewsrs for award compatitions with a list of questions
thst sra inappropriate and/or lllegsl.

® Prepare woman students for the possibility that thay may be nk.d
questions conceming marits! status, family pisns, etc. inform them
.that they are not obligated to answer these questions, suggest ways
in which they can redirect the conversation, and halp them formulate
dipiomatic responses, such as, *'! would not be applying uniess | was
certain | could handie the demands of the program.” (Women who are
asked such questions are often 1n a double bind: «f they respond
hesitatingty they may seem uncertain, but if they refuse to answer or
respond vigorousty, they may be viewed as "negative,” “hostie.”
“radical,” etc.—and hence, unsuitabie )

® Publicize the svailability of services designed to heip students in Inter-
viewing for swards programs in ways iikely to reach ail women on
campus. For example, inciude articles or notices about them in
women's newsletters, post this information in the women's center,
minority center. etc.

e Dasignate a stsff person in the fellowship office or eisewhers to be
rasponsible for handling concems about inappro.riste of iilegal ques-
tions ssked during Interviews for swsrds and prizes. Ensure that ai
women candidates know whom ta contact should problems arise.

o Estabiish a pane! to scan interview reporta of otherwise strongy can-
didates rejected at the interview stage. If the reports indicate a pro-
blem--such as inadvertent bias in questiontng, an inappropriate set-
ting, etc.——consider reinterviewing the candidate. (The Danforth Foun-
dation has done this.}

e Survey students periodicaily to get fesdback about the interview pro-
cess to determine if women sncounter problems not faced by men.
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® (ngtruct taisor offizers to contact campus groups that have a special
conumm for the undergraduate and graduate cducation of women,
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® Establish terms of office for Haison officers and panelists to avoid the
sormation of a closed network.

® identify and develop a network of women to sarve on national and
regional judging panels.® These taientedt wormen will also be visibie
5 amhols of women's achigvament and commutment and thereby help
Cracge attitudes among judges and on the campus

® Ensure that having received a prestigious award is not the major or on-
iv critarion for serving on sefection boards or pane!s. (As noted earlier,
LA cntetion Tight parpetuate the etfects of wamen's prior exciu-
Lo o e telfowship process )y

® Estabiish guidelines to ensure that al! interview panels include
woman interviewers.

® Haquire that Intarviews tor your program be held in a neutrai setting.
e marnng that warmen interviewaes wore often disconcerted by

ngGomtargewes 0 tiotel rooms C whare sometimes there was

Comtont forthe tandidate to st Byt on the bed” admimistrators of ong

:noftcears 12 use hote! maeeting or conference

)
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s “stablish a network of minority women regionai representatives to
::wp idantitv mincrity women nominess.  The Danforth Foundation set
oA sumiar network Lo edant ty minonty studentsy

» Emphasizo a concern for increasing women's participation by
Zrscuasing this issue at regional and national mestings for panelists
and ltaison officers.

® ii*ciude liy the aniual report information abou the number cf women
nominators, judges, agnicants and winnars,

OIDER WOMEN: COMPETING AGAINST THE AGE
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HOW TO INCLUDE OLDER WOMEN IN THE AWARDS PROCESS

® Evaluate all awards programs to determine whether or not oider
students have been overtly or inadvertently excluded from receiving
awards.

® Promuigate and disseminate a policy clearly indicating that age
discrimination is prohibited in considering students for awards. (See
“Legar Considerations.” page 9.} :

® |If campus awards are currently iimited by age, change the limitation to
colncide with class year (for example, “the junior science major with
the best research project” or “'the sophomore with the most potential
in public speaking™).

e Encourage sponsoring organizations to drop fixed age fimits.

® Designate a specific person on the faculty, in tha dean of students’ of-
fice, or in another appropriate campus office to act as an awards
counselor for "nontraditional” women (and men) students. The awards
counselor might be responsibte for activities such as:
» consulting with oider students about awards
« encouraging ehgibie oider women to apply
e submitting the names of eligible older women students to awards

commitlees
 seeking feedback about probiems enceuntered by older women wha
have participated 1n the awards process

@ Inciude staff who work with returning women—such as re-entry pro-
gram coordir ators—on nominating, judging panels.

® Hoid meetings for returning women students—and for members of
campus awards committees or staff of the feilowship otfice—to in-
form them akiout awards and prizes for which oloe: women (and men)
studants are eligible.

MINORITY WOMEN: COMPETING AGAINST
“INVISIBILITY"

Minarity women may encounter all the problems faced b
women generally. as weil as additional doubts about their abihity
and potential 1n academic areas Like oider women, mincrity
women —amd men--are often gnored’ or Covertooked' - espe
cratly in the less formal student teacher interactions that can be
5o important to participation it the awards process.™ Minority
women often fare the worst on this score, both as women and as
mempers of 4 minonty group. For example, neither nominators
and jurdnes —nor rmunonty women themselves —may think of
minority women when “women’ are mentinned in an awards an
nourncement, ar d outreach strateqgies geared to " minonties’ may
be directed prmarnily toward minonty men, Thus. mmaority women
may “fall through the cracks™ in the process of application.
ncmination and selection for awards and prizes This s aspecially
ikely to occur if nominators, judges and others invoived in the
awards procedures are exclusively white and male

HOW TO INCREASE THE PARTICIPATION OF MINORITY WOMEN

Many of the recommendations concerning older women can be adapted
to increase the participation of minority women as weil—such as sending
announcements t» the minority student centar, including minority women
on nominating and judging panels, etc. An institulion can also take steps
siuch as the following to ensure that minority women participate fully in the
awards process.

e Designate an appropriate person on campus to act! as an awards
counseior for minority women (and men) students. (For a description
of the kinds of activities this person might perform, see the similar
recommendation under “Qider Women: Competing Against the Age
Barriar,”" see above )

e Be sure that awarda announcements, as well aa Instructions to
nominatora, state clearly that women, Including minority women, are
encouraged to apply. (Women from minority groups often fee! that
“women’ rneans white women only.*)

e Contact minority women faculty members, ethnic atudy coordinators,
and minority women adminlatrators with information about awards
programa. Request auggestiona for candidatsa from them,

® Ensiire that interviewers are aware of potential cultural differencea in
the verbal and nonverbal styles of minority group members to avold a
miatakenly negative interpretation of certaln kinds of behavior. (For
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example, silence on the part of black women may be misperceived as
indicating sulleriness; on the part of Asian women, it may besmisinter-
preted as showing timidity and lack of confidence.*!)

® Keep data to determine whether minority women are only conaidersd
for some types of awards {such as those for athletics and drama)
rather than for awards in other areas.

DISABLED WOMEN: COMPETING AGAINST THE
IMAGE OF THE “IDEAL” WINNER*

Disabled women students frequently encounter barriers based
noth on their sex and on their disability. They often face even
greater general institutional invisibiity —especially so in rela-
tion to competition for awards and prizes. Established criteria as
well as the attitudes of nominators and judges may make it dif-
ficult for gisabled wamen to enter awards competitions, and may
aven exciude them from initial consideration,

As noted previously, until very recently many awards and prizes
required participation in athletics as a criterion for etigibility;
thys, many disabled students were automatically excluded.
Reiated criteria {such as “physical vigor as shown by fondness
tor and success tn sports”* in the case of the Rhodes Scholar-
shipy continue to be used by some sponsored programs and
thereby exclude some women (and men) students with physical
disabilities

Moreover, critena such as “"good character” and “'well-
raundedness” can aiso present speciat difficulties in the evalua-
tion of disabied women, since invoivement in school and com-
munity activities may be limited by physical barriers (such as
transportation problems and tack of access to buildings) as well
as by communication barriers (as in the case of a hearing-
imparred student). Even seemingly absolute criteria, such as SAT
andg GRE scores (which are sometimes required for sponsored
programes) may skew nominators' evaluation of disabled ap-
plicants. Aithough disabled persons are sometimes allowed addi-
tonal bme cr specific sorts of assistance {such as readers) to
take these tests, institutions are informed that scores cannot be
interpreted in the same way as scores received by other students.
Thus, nominators may be particutarly uncertain about how to
wvaiuate d:sabled students.

Critenia are only part of the problem, however. Nominators and
others concerned with awards procedures may simply not think
ot disabled students when asked to consider candidates for
awards competitions. Some faculty may be uncomfortable in
dealing with disabled students, and disabled women on campus
may have less informal interaction with faculty than virtually any
other group. Moreover, since winners uf awards are often seen in
terms of an “ideal' student, those with disabilities may often be
inadvertently overlooked n initial nomination procedures—even
though their particular disability may have no relation to the
guaiifications for a specitic award or to the performance of those
activities for which the award is targeted. This kind of exclusion is
nct only unfortunate; 1t 1s also dlegal (See “Legal Consid-
arations,” p. 9)

HOW TO INCREASE THE PARTICIPATION OF DISABLED WOMEN

Many of the recommendations concerning outreach and other areas
which institutions can implement to inciude oider women and minority
women in the awards process (see above) can be adapted to include disabl-
g women as well. Institutions may wish to make additional efforts in the
foliowing areas:

e Designate an appropriate person on campus—such aa the director of
special leaming resourcea or a disabled faculty member—to act as an
awarda counaelor for dlaabled women (and men) students. (For a
discussion of what this person might do, see the similar recommenda-
tion under "Older Women: Competing Against the Age Barrler,” p. 7.)

e Examine criteria for academic and for athletic awarda and prizes to en-
aure that disabled women and men are not excluded when their
disability dosa not affect thelr performance.

1y
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Wooodrow Wiison Intermational Center for Scholars and the
(mq“'mhcf-m Failowsmips in the Arts and Sciences. The
trst torexarnpie. had oniy four women feliows 11 1980-81(8
narsant of s totabh, one woman on the Fellowship staff.
and 7 women of 33 reviewers. The secend. though geared
eopacially toward persons well .established n their profes-

rran:

+ jualities (such as “well-roundedness’) which
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Whare possible, include as nominators and judges disabled faculty.
Ensurs that interviews are held in accessibie locations, and provide
speciai assistance isuch as an interpreter for a hearing-impaired stu-
denti it nacessary.

Compile data on disabled zppiicants and winners by sex to deiermine
if some awards programs are mora inhospitabie than others.

Set up a committes—inciuding disabled women (and men)
studsnts—to identify ths barriars they face in awards competitions
and to suggast solutions

FACULTY WOMEN: COMPETING FOR
POSTDOCTORAL AWARDS AND GRANTS

Eacult, and other women aoften face many of the same

attitudmal and procedural barners encountered by women
studerts o the appiication, nomination. and seiection pro-
c2ss  for postdontoral awards, research grants and

tigious fellowsmips, such as those offered by the

5 and thus o'der than recipients in many other pro-
i30.45;, has traditionally awarded its fellowships

mainty tomen and had ne women listed on its selection
mrrattess o 13R0 or 1981 ¢ Other pragrams, such as the
Adred P Rican Research Feliowships 0 economics and
maeargement tyoh s currently making a sign ficant effort
veoattract more womeny had virtually no women par
vopants unty! the md-1970's, largely because nomirating
rraanizatione almost exclusively submitted the names of

Maiy ot tre recommendations in this paper may be
—ebil te nsttulions,  sponsonng  organizations, and

soinern fangity themselves in ensuring that postdoctoral,
45 sl as undergraduate and graduate awards programs.
AHord wamen an equal opportunity to compete. indeed.
several proqrart 5 which have adopted more flexible criteria
gt areas as part-timeifutttima status, facutty ranx, etc.
queroas the Mina Shaughnessy Scholars Program spen-

el b, ther Fgnd for the tmprovement of Postsecendary
Ao gtion baye 4 much bettar recard in terms of women
Cptnnts and racipients Foramore compiete discussion

OF fuilemnmins avalatie o women faculty, a statistical
Lreakdown of major programs as waell as suggestions for
subanitting  an  effective appheation and budget. see
Women and Fellowships 1981, !5t under “Selected List

Fhagogrees p 12
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LEGAL CONSIDERATIONS

Saveral federal laws and regulations appty to mernt awards
given or administered by an nstitution Constitutional
gquarantags' and state laws may also apply State human rights
Laws. for exampte, inay be broader than Titie IX and impose addi-
tanal requirements,

The following federal laws are applicable:’

® Title IX of the Education Amendments of 1972 prohibiting
sex discrimination against students and employees in in-
shtutions recewving federal assistance. See chart, page 10.

e Title VI of the Civil Rights Act of 1964 prohibiting discrimina-
s;on an the basis of race, color and national origin in ail in-
<t tions recewing federal assistance. Minority women
:tudents are protected by Titte Vi of the Civil Rights Act as
wrtt as by Title X

® Title VIl of the Civil Rights Act of 1984 prohibiting
Aiscnimination in employment on the basis of race, color,
eligion, national origin or sex. Merit awards which involve
ampioyer-employee relationships between the institution
and the student (such as a fellowship requiring work ac-
tivities) or between an outside empioyer and the student
such as a paid internship for which a student is nominated
ny *he institution) may aiso be covered by Title VIl of the Civil
Rights Act of 1364. (Other federal prohibitions against
discrimination 1n empioyment. such as Executive Order
11246. the Equal Pay Act, and in some instances the Con-
stitution itself. may also apply.) Students and faculty are
thus protected under Title VIl from discriminatory treatment
“n the basis of sex in the competition for an award or
teliowship which involves paid empioyment.?

® The Age Discrimination Act of 1975* prohibiting discrmina-
tion based on age in nstitutions receiving federal
assistance. Age is not defined: the Act prohibits discrimina-
tion at any age. Age restrictions in financial aid are generalily
not permitted.® Discrimination on the basis of age must be
ustified in terms of the four specific exceptions in the Act
u!.,F}lf
Many merit awards restricted by age may be in viotation of
the Age Discrimination Act. Moreover. restrictions limiting
awards eliqibility to traditionat college-age students may
rave a disproportionate effect on returning women
students: restnictions imiting postdoctoral awards of other
fallowship npportunities for professionals by age (for exam-
ple. under 35 may have a disproporticnate effect on women
f4zulty whose careers may have been pastponed or inter-
rupted by childrearng.

® Section 504 of the Rehabilitation Act of 1973’ prohibiting
disunrmnation against women (and men) on the basis of
handicap in all institutions receiving federal assistance.
nsabled individuats must be judged according to the same
< riteria as other awards candidates, unless a particutar stu-
Hent's hardicap makes mimiher unable to qualify for or par-
voapate n the specific activity for which the award is
targeied
Provisinns governing restnicted awards established under
Beuests, wills or trusts are similar to those of Title 1X: that
o w aollege or university may administer monetary awards
that disariminate on the basis of handicap only if the overall
effact on an institution wide basis is not discriminatory. (See
Titte IX =hart, p. 10) Awards not established under a baquest,
il or trust which are provided or administered by the in-
Stitution may not discriminate on the basis of handicap,
eyan if the overall effect is nondiscniminatory.
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NOTES FOR CHART: TITLE IX AND AWARDS AND PRIZES

dinciudes awards which provide items which have a money value, such as tuition and/or room and board
®The institution tirst ranks eligibte candidates according to nondiscriminatory critena, then "“poois’ all available funds (whether sex-restricted or
not) and finally atiocates those funds, taking into consideration the sex of the student where sex-restricted awards are concerned. If, after alloca-
tion, there are students of one sex remaining who were eligibte for an award but denied one because the remaining funds are restricted to students
of the other sex, then the institution’s administration of the wilts and.trusts involved has had the overall effect of discrimination on the basis of sex.
in a memorandum accompanying Title IX, then Secretary of Health, Education and Welfare, Caspar Weinberger. described the process governing
financial assistance generatly as follows:

For exampie, !f fifty students are selected by a university . .. the students shouid be ranked in the order in which they are to receive

awards . (IHf award 1s based on academic excellence, those with the higher academic averages are placed at the top of the list. The list

shouid then be gwen to the financial aid office which may match the student to the scholarships and other aid available, whether sex-

restrictive or not However, if, after the first twenty students have been matched with funds the . . . office runs out of non-restrictive funds and

s left with anly tunds designated for men, those funds must be awarded without regard to sex and not solely to men unless only men are left

on the hist. If both men and women remain on the list, the university must locate additional funds or cease to give awards at that point.
Since Title IX requires thatl no otherwise eligibie student be denied a comparabie award because of lack of funds, it1s likely that aninstitution would
be otiigated to find additionat funds where the amount of singie-sex awards was gtven disproportionately {c either men or women. (For further
discussicn, see Charies E. Guernier, Title [X and the Achievement of Equal Educational Opportunity: A Legal Handbook, pp. 67-8. See “'Selected List
of Resqurces ' for publication information )y Presumably, departmental ment awards established by bequest, will or trust must be hand!ed in the
same fashwn
“This provision was Jdrafted with the concern that American men retain their eligibiiity to compete in the Rhodes Scholarship Program, which was
not apen to women until 1976 when the will of Cecii Rhodes was changed to comply with Engtand’s Sex Discrimination Act of that year
"’Updale on Title 1X & Sports #3, Project on the Status and Education of Women. Association of American Colleges, 1980. Note: Disparities in propor-
tionality may he justifted by a decision to phase in women's scholarships if appropriate for the deveiopment of womens teams. or to counter the ef-
facts of cast discrimination in other wavs .
“What constitutes ‘signif:cant assistance’ {So that the interretationship of the entity and the schoot is such that the discriminatory practices of the
ertity can be attributed to the schoot) has not heen fully defined. In a 1976 Ietter the former Director of The Office for Civil Rights, Martin Gerry, of.
ternd the ‘oilowing examples. providing meeting rooms; making avaitable the school's mail service, providing space In the catalogue, making
avariable free or diszounted computer ime providing special recognition for members of the entity; providing or requiring a faculty sponsor. it 1s not
ciear whether providing single sex neminations to an outside entity violates Title iX See also, Wort v Vierling C.D lilinois, May 28, 1982 #82-3169.
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DEALING WITH LEGAL ISSUES

Appoint a8 person, such as the Title IX coordInator, to snsurs that
awards procedures comply with fadersl snd state iaws and regule-
tions barring discrimination.

inciude in ai! Institutions] awerds materisi-—such es announcements,
brochures and application forms—s statsment thet the Institution
does not discriminate.

Desvslop guidelines sxplsining provisions of fedsrs! and ststs lsw
which prohlbit discriminstion in reistion to ewards and prizes, and
oistribute the guidelines fo ell persons on cempus who deal with
awards.

In presenting information kbout Title IX to students—such as In the
student handbook or during orientation sessions— make it clear that
Title !X sppliss to awards (Inciuding schoiarships, feilowships and
grants) as well as to all other sducational progrems and activities.
Evaluste and sssk to chernge provisions which directly or indirectly
discriminste on the basls of sex, age, marital status or disability in
awards established by bequests, wills or trusts. Such provisions can
often be revised through negotiation with trustees or by requesting
permission from the courts.? .

Work with potential contributors of new swards sstabiished by be-
quests, wills, or trusts to ensure that provisions do not discriminste.
Ensure thet deveiopmant officers are awars of the overall stetus of
sex-restricted awerds so if 8 contributor insists thet s bequest be sex-
restricted, the developmaent officer can suggest how the bequest
might fill existing gaps in single-sex awards.

Establish merit awards for women, including minority and disabled
women, in those sreas where the establishment of such swards is
necessary to counter the effacts of psst discrimination.*(The Danforth
Foundation, for example, established Graduate Fellowships for
Women “who, because of delay or postponement in graduate work, no
longer qualified for conventional programs or whose candidacy in
such prograrns might have been given low priority *'** White this Dan-
forth program has been discontinued, other foundatians as well as
severdal institubiqns have astablished merit awards specificaily for
-eturning women students)

NOTES FOR LEGAL CONSIDERATIONS SECTION

Cengee ty of Cetaware Trustees v Gebelewn, 420 A 2d
A e qware Mey Cantie County 1980, aliowing
rantahle trast peoviding a scholarstup for
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‘See, Federal Laws and Reguiations Concernming Sex Discrimination in
Educational Institutions (chart), Project on the Status and Education of
women Association of American Colleges, 1979

‘A ciass achion swit under Title VI charging sex discrimination in the in-
terview process for The White House Feliowship Program resulted in
~hanges in the procedures and a subsequent increase in the number of
women who received the feliowships Brought by Dr Gerena Stier against
The White House Fellows Commission in 1975, the suit was settied out of
court (For further discussion, see Nies. pp. 3, 12-13))

‘See also. The Age Discrimination Act of 1975 and Women on Campus.
Project on the Status and Education of Women, Association of American
Colleges. 1978

*See, Frnancial Ard Yelping Re-entry Women Pay College Costs. Project
on the Status and Education of Women, Association of Amencan Colleges.
1980.

“Age Discrimination Act of 1975, 42 U S.C. Section 6101-6107. The final
government-wide regulation for The Age Discrimination Act can be found at
45 C.F R. Part 90 and at 44 Fed Reg 33768-88 (June 12, 1979 The Act also
requires each agency to issue agency-spectfic regulations. As of this
wnting, the Department of Education has not yet issued these regulations.

"For turther discussion, see G. Richard Biehl, Gurde to the Section 504
Self-Evaluation Checklist for Colleges and Universities, National Associa-
tion of Coliege and University Business Officers, Washington, DC. 1978, pp.
55-59

*Often, trustees can petition for the application of cy pres [when the
original intent of a charitable purpose becomes impossible, illegal, or out-
dated] as when a scholarship established to aid education generally was
written in language that excluded women because of the milieu and the
historical role of women at that time. (To date. most appiications for cy pres
have been made on grounds of race discnmination.)

In many instances, courts have been syrnpathetic té changing bequests,
wills and trusts that are discriminatory. In Virginia Trus! Company. as
substitute trustee under the will of Granville P Meade v Jose R. Daviia, Jr..
et al. [Chancery Court of the City of Richamond, 1972, E.F. Drawer #8] the
~aurt ruled that provisions of a trust fund established in 1920 for the educa-
tion of “young men of the white race” violated state and federal constitu-
t.onal provisions barring discrimination on the basis of both sex and race
Mare recantly, the Massachusetts State Supreme Court ruied that the
phrase "young men” in a trust fund for educationatl schotarships inciuded
farrales as well as males and that aid shoutd be provided to students of
Loth sexes [Ebitz v. Proneer National Bank. 45 U S.L.W. 2490 (1977)]

Anipstitution and its contributors can also renegntiate the terms of a be-
quast. will or trisst on therr own. Yale University, for example. consulted with
award sponsors to seek their agreement that awards designated as singie.
sex could be used for both men and women For further discussion of ¢y

‘




pres and other .ssues nvolving simgle sex schelarships, see “Sex
Festricted Schotarships and the Charitable Trust,” fowa Law Review, Vol
59 1875 pp. 1000-1029. See a!so footnote 1

y§ame recent court decisions have supported the legality of such singte:
sex awards For example 1n University of Delaware Trustees V. Gebelen
see footnote 11, tne cou-t ruled that the Universily could administer a

SELECTED LIST OF AREAS
FOR FURTHER RESEARCH

Although some sponsored programs have begun to
evaiuate their own awards procedures from the perspective
of increasing women's participation, there has been very lit-
tie general or institutional research in this area. Additional
research is especially needed to help answer questions
such as the following:

GENERAL RESEARCH

® Are women more likely to win awards and prizes for
whick there are fixad criteria (e.g.. the highest

charitable trust providing a scholarship for females only without violating
the Constitution and referred to earlier cases in which the Supreme Court
has upheld situations 1n which sex discrimination was “benign” and
designed to recompense for past discrimination. (Title IX was apparentiy
not at 1ssue in this case.) )

“panforth Graduate Fellowships 1979-80, brochure, p. 3

HONORARY DEGREES

Although there are many women of outstanding achieve-
ment, women have infrequently been awarded honorary
degrees, presidential medals, distinguished alumnae
awards and similar kinds of recognition. Often, nominating
committees for these prestigious prizes have few—if
any—women members. Institutions may wish to review
their recipients of these sorts of prizes over the past few
years to see how many have been women, and to €valuate
their nomination procedures in light of the recommenda-
tions in this paper. . '

undergraduate average in a given subject) than prizes
where criterta are discrationary and apt to be defined
in relation to qualities and behaviors usualiy
associated with men (e.g.. the student most likely to
suceed)?

® Are women more likely to be considered for and to win
departmental prizes (where their past work is known
by several faculty members) than prizes from larger
units (divisions, schools, etc.) where ‘“potential”
rather than past performance is primarily evaluated?

e Are women as likely to be nominated for and to win
prestigious sponsored awards and fellowships as
they are to win on-campus awards and prizes?

® Are fewer women considered for awards and prizes
when application nomination and selection pro-
cedures are handled informally than when procedures
and guidelines have been established?

® What effect does serving as a nominator or judge have
on the professional status of women faculty members
both within their own institutions and in relation to
wider professional networks?

® What are the short- and long-term etfects of winning a
merit award or fellowship on the educational and
career ambitions and attainments of women
students?

iNSTlTUTlONAL RESEARCH

® Are women less likely than men to apply for and/or win
awards on your campus?

® Has the number of women winners on your campus in
creased in proportion to the enroliment of women
students?

e Is there s disparity between the number of women win-
ners in traditionally male and traditionally female
fisids that is disproportionate to the number of
women currently enrolled in these areas?

e Have minority women, older women and handicapped
women applied for, been nominated fot, and won in-
stitutional and/or sponsored awards and prizes?

e Have women faculty members—inciuding minority

and handicapped women—been Invited to, serve on

nominating or judging panels? If your institution has a

smail pool of women faculty (particuiarly in nontradi-

tional areas) has it sought women faculty from related ,

areas or departments? «
research on women, sex-roles and related subjects

ansidered as valuable as work in other areas for

i research awards?

ER
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SELECTED LIST OF RESOURCES
GENERAL AND LEGAL RESOURCES

Colmge and University Personnel Association (CUPA). Interview Guide for
Supervisors, 1981 Designed pnmartly tor use in interviewing candidates
t-r academic employment. this guide may also be helpful in estabhshing
guidefines for interviewers on awards committees. it inciudes a descrip-
tion of questions which can and cannot be asked. and discusses arange
of nonsiderations involved in interviewing candidates from minority and
sther groups Available prepaid for $1.50 (members), $2.00 (nonmembers)
from CUPA, 11 Dupont Circle, Suite 120, Washington, DC 20036

G, Margot N. The Harvard Guide to Grants. 1981 Published for Harvard-
Radonfte students. the Gulde contains information about the major na-
nonar and university feltowships admnistered by the Harvard University
Oftice of Career Services and Off Campus Learning. as weli as abou!
ather sources for grants and loans The Guide also includes a discussion
to help students define project goals, guidehines for writing grant pro-
posals, and information about on:campus and other advisory resources
available to Harvard-Radcliffe students A useful model, the Guide 's
avaiable for $10.00 from the Office of Career Services, Harvard Universt-
ty. 54 Dunster St., Cambridge. MA 02138,

Guerrier. Charles E. Title 1X 2nd the Achlevement of Equal Educational Op-
portunity: A Legal Handt ok, 1979. Provides an introduction tc major
ssues retated to Title X and a section-by-section analysis annotated
with references to case 'aw. White merit awards and prizes are not treated
as a separate subject, discussion inctudes study-abroad programs. in-
stitutional and off-campus financial assistance wi description of pooi-
ing procedures and marital/parental status. Available for $10.00 single
copy. $7 00 each for 25 or more from Resource Center on Sex Equity,
Councit of Chief State Schooi Officers, 400 North Capitoi St.. N.W., Suite
379. washington, DC 20001.

Lambert, Bonny and Sandler, Bernice R. Glving Prizes and Awards: A New
Way to Recognize and Encourage Activities that Promote Equity for
Women in Academe, 1981, Discusses ways in which institutions ana
sponsoring organizations can use awards and prizes to highlight pro-
grams that enhance.equity on campus. includes guidelines for setting up
an awards program, and notes model programs currently underway
Available for $1.00, prepaid, from the Project on the Status and Education
of Women, Association of American Colieges, 1818 R St, NW,
Wwashington, DC 20009.

Nies, Judith. Women and Feilowships, 1981, August 1981. Discusses bar-
riers women often face in competing for awards, with an emphasis on
prestigious sponsored fetlowships and grants for faculty and profes-
siona} women. Inciudes a brief list of general recommendations, a discus-
sion of selected programs, and an analysis of recipients by sex. Also in-
cludes suggestions for submitting an effective proposal and budget.
Available for $3.50 from the Women's Equity Action League (WEAL), 805
15th St.. NW. Suite 822, Washington, DC 20005.

Project on the Status and Education of Women. Titte IX Packet. Nine papers
on legal requirements and other implications of Title IX. includes the
pamphlet Sex Discrimination Against Students: Implications of Title 1X of

-~ 1




the Education A'mendmonts of 1972, 1975, which contains a discussion of
evaluation criterie that may have a discriminatory impact on women.
Packet available for $3.00, prepaid, from the Project on the Status and
Education of Women, Association of Amernican Colleges, 1818 R St., NW,
Washington, DC 20009. [Informational packets Title IX and Sports and
Other Lega! Requirements (inciuding an analysis of the Age Discrimina-
tion Act of 1975) may also be heipfui. For a complete list of PSEW publica-
tions, send a self-addressed mailing label to the Project.}

RESOURCES FOR OUTREACH AND IDENTIFICATION

The foliowing resource publications and organizations may be useful in
devising outreach strategies targeted to women, as weli as in identifying
potential women panelists and participants.

American Association of University Women (AAUW). Professional Women's
Groups, May 1981. Lists women's organizations as weil as women's com-
mittees and caucuses within professional and educational associations.
Available for $1.00 from the AAUW Program Department, 2401 Virginia
Ave., NW, Washington, DC 20037, Attn: Emily S. Doherty, Asst. to the
Director.

Federation of Organizations for Professional Women (FOPW). A Woman's
Yellow Pages, 1981. Lists over 500 organizations concerned with
women's issues, including names, addresses and contact persons where
possibie. Inciudes professionai and trade associations. Available prepaid
with a self-addressed mailing label, $4.00 per copy and $1.00 for postage
and handling from FOPW, 2000 P St., NW, #403, Washington, DC 20036.

Focus on Minority Women’s Advancement (FMWA). Program directed by
the American Council on Education's (ACE) Office of Women in Higher
Education in conjunction with its National Identification Program. Works
to continue the identification of minority women administrators and to
strengthen minority/women's networks in the higher education communi-
ty. For further information, contact FMWA, Office of Women in Higher
Education, ACE, 1 Dupont Circie, NW, Washington, DC 20036.

National Network of Minority Women in Science. Meets in conjunction with
the American Assoc:ation for the Advancement of Science (AAAS). For
further information, contact Paula Quick Hall, Office of Opportunities in
Science, AAAS, 1776 Massachusetts Ave., NW, Washington, DC 20036.

National Women's Studies Association (NWSA) and The Feminist Press
Womaen's Studies Program List and Centers for Research on Womaen. The
first includes over 300 women's studies programs and the second offers
information about 22 centers for research on women. Updated annuaily.
Current lists to appear in the Fali 1982 edition of The Women's Studies
Quarterly. Available for $3.50 prepaid from The Feminist Press, Box 334,
O1d Westhury, NY 11568.

Stanford University Office of Chicano Affairs. National List of Chicano Con-
tacts in Higher Education, 1980. Inciudes maie and female facuity, ad-
ministrators and staff by state and institution. Avaiiabie for $3.00,
prepaid, from the Stanford Center for Chicano Research, Stanford Univer-
sity. P.O. Box 9341, Stanford, CA 94305. Checks should be made payable
to Chicano Publications.

Wellesley College Center tor Research on Women, The Black Women's
Educational Policy and Research Network. Established to put resear-
chers and policy makers In contact with each other on the issue of black
women and giris’ education. Runs seminars and publishes resource
guides. Contact Patricia Bell Scott, Director, Black Women's Education
Policy and Research Network, Wellesiey College Center for Research on
Women, Wellesley, MA 02181.

The Women's Research and Education Institute (WREIl) of the Congres-
sional Caucus on Women s Issues. A Directory of Selected Women's
Research and Policy Centers, 1981. Lists centers with address, name of
director or contact person, and additional information, such as whether
the center publishes a newsletter. Available for mailing cost of 37¢ from
WREI, 204 Fourth St., SE, Washington, DC 20003.

NOTES

'For a case in point, see Judith Nies, Women and Fellowships 1981,
women's Equity Action League, Washington, DC, 1981, p. 6.
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Q
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Students” in Joseph Katz and Rodney T. Harnett, eds., Scholars in the Mak-
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Publishing Co., Cambridge, MA, 1976, especially pp. 215-216.
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Veronica F. Nieva and Barbara E. Gutek, "‘Sex Effects on Evaluation,” The
Academy of Management Review, Vol. 5, No. 2, 1980, pp. 267-276.

*Nieva and Gutek, p. 268.
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as men to devalue other women's achievement, more recent research in-
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more fairly. Compare, for example, Philip Goldberg, *'Are Women Prejudic-
ed Against Women?" Trans-Action, Vol. 5, 1968, pp. 28-30 and Irene H.
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Failure” in Martha T. Mednick, Sandra S. Tangri aqd Lois W. Hoffman, eds.,
Women and Achievement; Social and Motivational Analyses, Hemisphere
Publishing Corporation, Washington, DC, 1975, pp. 167-68.

*Nieva and Gutek, p. 270; and Marla Beth Isaacs, " Sex Role Stereotyping
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Psychology of Women Quarterly, Vol. 6, No. 2, Winter 1981, pp. 188 and 192.

*See, A.R. Hochschild, "Inside the Clockwork of Male Careers,” in
Women and the Power to Change, ed. Florence Howe, McGraw Hill Book
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Themes in American Higher Education Include Neither Teaching Nor
Women," Journal of Higher Education, Vol. 47, No. 4, 1976, pp. 373-89; and
.M. Heyman, Women Students at Berkeley: Views and Data on Possible
Sex Discrimination in Academic Programs, University of California,
Berkeley, June 1977, as cited in Jeanne J. Speizer, “"Roie Models, Mentors
and Sponsors: The Elusive Concepts,” Signs, Vol. 6, No. 4, Summer 1981, p.
698.

*Cynthia L. Attwood, Women and Fellowship and Training Programs,
Project on the Status and Education of Women, Association of American
Colleges, Washington, DC, 1972, Appendix B, pp. 20-24, as cited in Nies, p.
6.

""Nies, p. 7.

‘Nijes, p. 8.

Ynterview with Warren B. Martin, former Director, Danforth Graduate
Fellowship Pregram.

“Mary P. Richards, "Women in Graduate Education,” Communicator,
Vol. XIlI, No. 8, April, 1981, p. 10.

“See, for example, Jean Howard, “Final Report,” in Men and Women
Learning Together: A Study of College Students in the Late '70's, p. 269.

"See, for example, Adler {(note 4), p. 206.

‘"Nieva and Gutek, pp. 270-271.

'*Margot N. Gill, The Harvard Guide to Grants, Oftice of Career Services
and Oft Campus Learning, Harvard University, Cambridge, MA, 1981, p. 54.

"*"Quotation from Luce materials in description provided by George
Washington University's Feﬁowship information Center, Washington, DC.

1See, for example, JaynevE. Stake, Elaine F. Walker and Mary V. Speno
"The Relationship of Sex and Academic Performance to Quality of Recom-
mendations fos Graduate School," Psychology of Women Quarterly, Vol. 5,
No. 4, Summer 1981, p. 521.

1Gee, for example, Sheila K. Bennett, *Campus Cultures and the Visibili-
ty of Female Faculty: The Evidence of Student Evaluation of Male and
Female Instructors,” paper prepared for Pamela Perun, ed., The
Undergraduate Woman: Issues in Educational Equity, Lexington Books,
D.C. Heath and Co., Indianapolis, IN, 1982, prepublication draft, p. 17.

1Gee, for example, Gill, p. 60.

Bpid, p. 20.

4This correlation between sex of reference seeker and of referee has
been demonstrated in a related context concerning letters of recommenda-
tion. Male referees tended to describe male students as bheing more
motivated and having fewer weaknesses than women, while women
referees did the opposite. See Stake, et al. (note 20).

"See, for example, Robin Lakott, Language and Women's Place, Harper
Colophon Books, Harper and Row, New York, NY, 1975,

"See, for example, Karen Bogart, "' Technicai Manual for the Institutional
Self-Study Guide on Sex Equity,” American Institutes for Research, 1981,
Appendix C, unnumbered pages. )

L etter from Jon W. Fuller, President, Great Lakes Colleges Association
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*Nies, p. 7.

»For further discussion, see Roberta M. Hall, “The Classroom Climate: A
Chilly One for Women?'"* Project on the Status and Education of Women,
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3'The following discussion and recommendations are based on Margaret
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Center on Sex Roles in Education, National Foundation for the Improve-
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®gge, for examoie, Nies discussion of the Nieman Fellowships in Jour-
nalism, pp. 9-10; White House Fetlowships, pp. 13-14; and the Alfred P.
Sloan Fellows Program, pp. 19-20.

“Many <f the roliowing recommendations are adapted from guideiines
sent to Lraison Officers for the Danforth Graduate Fellowship Program in
1979.

»Many disciplinary associations and other organizations (such as the
American Council on Education’s Office of Women's National Identifica-
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administrators. The importance of tapping sources developed in this man-
ner is underscored by recent changes in NEH's panelist selection pro-
cedures. According to Alison Bernstein 9! the Fund for the improvement of
Postsecundary Education, during the early 1970's women scholars appiied
to the Endowments, but rarely got grants. The Women’s Equity Action
League identified as the major obstaflle a peer review procedure which did
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was compiled by The Feminist Press under a grant from The Ford fFounda-
tion. This directory helped provide names for the Endowment’'s now-
computerized bank of panelists. For further discussion, see Alison R. Bern-
stien, "Funding for Women's Higher Education: Looking Backward and
Ahead,” Grants Magazine, Vol. 4, No. 4, December 1981, p. 227.

»|nterview, former director, nationa!l fellowship program.

Many of the ideas and examples discussed in this section are based on

conversations and correspondence with Pamela E. Kramer, Director of
Women's Programs and Associate Professor of Psychology, Polytechnic In-
stitute (NY).

»For a detailed discussion of the institutional and attitudinal barriers
returning women students often face, see the series of papers on re-entry
women published by the Project on the Status and Education of Women,
Association of American Colleges, Washington, DC, 1980-81, especially
"The Counseling Needs of Re-entry Women."

»See, for example, Adelaide Simpson, A Perspective on the Learning Ex-
periences of Black Students at VCU (Virginia Commonweaith University),”
unpublished paper, The Center for Improving Teaching Effectiveness,
Virginia Commonwealth University, 1979, p. 3; and Hall, "The Classroom
Climate," (note 29) p. 12.

“Kramer {note 37).

“For a brief general review of race and sex differences in communica-
tion, see Nancy M. Heniey, Body Politics: Power, Sex and Nonverbal Com-
munication, Prentice Hall, inc., Englewood Cliffs, NJ, 1977, pp. 132-35.

2Many of the issues and recommendations discussed in this section are
based on correspondence with Ann Cupolo, Deputy Coordinator, Disabled

. Women's Educational Equity Project, Disability Rights Education and

Defense Fund, Berkeley, CA.
oFor further discussion, see Roberta M. Hall, "Re-entry Women: Special
Programs for Special “opulations,” Project on the Status and Education of
Women, Association of American Colleges, Washington, DC, 1981, pp. 5ff.
“Description of criteria for Rhodes Scholarship in Gill, p. 54.
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